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INTRODUCTION

Ploneenng is hot.new to Black Hawk College. As
the tirst area juriior college district in the State of II-

s lm0|s,~Bla k_has. continually broken new

educational ground and provided leadership to-

ntinue its* pioneering role by developing and im-

_bleme tfﬂg@;;gril the |mprovement of equal
oppertunities ' eémbers ‘of rninority grdtps,

women, and the pl'w\sitally\h\ar;gl‘f:apped This -

program will msurethatmemberso orl\t@;ups

other colleges. Black Hawk. Coll€ge proposes, to .

and wbmen have qual opportunities for em ley\,

ment, adva’ncement ion the job, education .and
recelpt of servrces, and will instillinthe total College
commumiy, a sensmvrty to the interests, concerns
and needs of members of minority groups and *

- President of the College:”

women. u*s'amlclpatedma'rﬂ'repmgratrmdhseﬂt

~as a model to our communlty, to other educational

mstltutlons and to the nahon as-a whole.

A ——

The program encompasses an examlnatlon in,

depthy of..thepo,ucles pracxt_lgg:es‘and attitudes existent

atthe College.and provides for Afflrmatlve Action to

.achieve equal oppohunrty Ultimate responsrbrllty

for implementing this program rests wnth the Board

-of Trustees. The College President as the executive _
officer of the Board of {Trustees has the ad-

mlnlstratlve responsibility and authority to assure
the achievement of the objectives of the program.-

. The Affirmative Action Offlcer serves as the

representative of the College ‘President in the ad-
ministration; implementation, and enforcement of
the program throughout the Callegé district and in
this capacity monitors all personriel actions of the
College to insure that the intent of\lhe pollcy Is berng
henored and the goals and objectives of theprogram
are being met. This Ofticer repor\s dlrectly to the
1 .

This progr-am re-asserts in written form the in-
stitutional commitrant to equal opportunity, The
authority for an Affirmative Action program is deriv-
ed from Higher Educatidn Guldelines, Executive
O:der 11246, The Black Hawk College\Affirmative
Actiont prograrh is predicated upor the terminology
and the content of the aforementioned guidelines

oo
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—POLICY ON EQUAL OPPORTUNITY

: ; .
E‘ ,Black Hawk College s committed to provide equal
. . opportunity through .its employment practices, .
educational programs, and through the, many’ser-
y vices it previde_é to the community. The College will
.make all personnel decisions without regard to race,
color, religion, sex, natidnal origin or physically han-
dicapped. The Colldge will offer programs that will .
foster eBucational opportunity without regard to IR
- race, color, religion, sex,”or national origin: The
Sollege will maintain a program of services design-
ed to serve the community without regard to race,
color, religion: sex, national orig{‘,n, or physically
handicapped. ‘ -

. e

Furthermore, the aollege will under .ake an affir-
. mative program of action to expand équality of op-.
— —portonity—The-program-will-be-designed to ensure
equality of opportunity in employment. The Colleg
will develop and maintain educational programs and
servicés that are sensitive to the emerging needs of
) members of minority groups, women, and. the
==~ physically. handicapped.And finall ntheCollegewill . -
in\itj?i&pto\g\rams thatwill increase, on the part of all s
personnel, a sensitivity to the interests and’'needs of
those: who have historically_been discriminated
0 against. 7 ° -
Approved by the Board of ‘l:rgstees-:-JuIy24,19"73';
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PART ONE: EMPLOYMENT -

OBJECTIVES OF AFFlRMATIVE ACTION
PLAN FOR EMPLOYMENT

-

n N N ‘ -

o -~ 1, TO provide a positive and dynénic guide for the
achievement of equal employment opportunlty
for members of minority groups, women, andthe
physically handicapped at Black Hawk College

2. To cause the Black Hawk College acadentic corh-
munity to view the Affirmative Action Plan for.the

- improvement of employmert opportunities for

2 members of minority groups, women, and the

‘ physically handicappéed as an asset to the educa-
tlon,purposes of the College

3. Toelevate such equal opportumty policies so that
they exist as part of the institutional personality of
the College in the community .

| ——4-To-develop-detion-orientad meagures which will
broaden initial employment opportunities as well
as upward mobility avenues for members of -
mmonty groups, women, and the physically han-
dicapped

5.-To-nCrease awareness_concerning the meanmg
of equal opportunity on the partofall Co C“flege per-’ . p

« sonnel . .

- 6. To eliminate any bractlces whuch may have a dls- ‘

¢ - criminatory etfecton the empleyment potential of
memBers of minority groups, women. and the =
physigally handicapped R .

7. To audit all personnel actions to insure that no * |
decisions are made which might discriminate on |
the basis.of race, religion, color, sex, or national .
. origin or being physicaly handicapped |

; i THE PLAN: ITS ADMINISTRATION AND
‘ ' IMPLEMENTATION :

-

K

.

. -

Several actions were taken over the past several
. years which led to the development of this docu-
"ment. At the July, 1974-Board meeting the College
President sought authorization from the Board of
Trustees to appoint-a Task Force on the Status of* °
Women and a Task Force on the Stdtus of Minorities ,
- (Board Repoits #1021 and 1029). The Board ap» |
provedtherecommendatmnscontamedmthesetwo -
Board Reports, and the College President appointed
-the membership of the Task Forces. ’
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- The activities of the Task Forces culminated in the
presentatuon of areport to the Board of Trustees en-
_ titled, A Report of The President's Task Force,on - .
Minorities and the President’s Task Force on Women
. at the June, 1973 Board of Truste®s meeting. The
l report asked the Board to consider adoption.of a
; N policy on equal opportunity and to consider
t’ . authorizing the employment of an Affirmativé Action
‘ Officer on a part-time basis. The Board adopted the
+  policy statement, and also authorized the appoint-
"ment ¢ of the Affirmative Action Officer.

These efforts resuited in the formulatuon of the ‘.
following specific Plan: '

A. THE PLAN FOR IMPROVEMENT OF
.vEQUAL. OPPORTUNITY IN EMPLOYMENT

-

R

1. The Board of Trustees will:
\. a. Review, make recommendations for
necessary changes, and approve.thé Plan
b._Periodically review the results of implemgnta-
. tion of the Plan and make recommendations™
’ . for necessary changes o

< 2. Th\e College President will:
- a. Assume responsabnllty for the implementation
—and-effective-operation-of-the- Plan-—~
b. Provide leadership by examiple and by direc~
tion in carrying out the Plan ¢ N
' ¢. Review penodlcally the results of implementa-
tion of the l-}lan and make recommendatlons
- for necessary changes: ° & . p
d. Delegate to the Affirmative Action Officer the .
* . necessary authority and responsibility for -
carrying outthespecmc provisions of the Plan ’

*< 3. The Affirmative Action Officer wirl:
"7~ _a. Serve as the direct representative of the
. -College President in carrying out the Pldn .
= throughout the entire district .
R b. Becotme familiar  with_the (HEW) Health, \
e Education, and Welfare guidelines for higher
éducation
c. Keep current on all executive orders such as
Executive Order 11246, and serve as a ligison - |
- between the natlgnal state, and local offices )
dealing with equal opportunity
b. Monitzithe records of the College withtheap-,
provél ovithe College Presideht

-
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e Explaln the Plan to all supportlve sefvices per-
qonnel f2culty; and the student governments.
t-\ Deve'lop workshops and awareness sassions *
- forall'supervisory personnel faculty, and stu-
. dent representatives for the entire district +
. g. Insure that the intant, go?ls and objectives of
- »-methe Rlard. are.belng carried out’. ——
h. Provide reports to the College Preswent con- ,
’ cernlng the progress of the Plan’
i. Mauntaln'contact with other Affirmative Action
Officers: in order to keep informed of whatis .
transpiring on other cam;’:uses rega‘rding Af-
firmative Action . 2 ¢ S
. |. Participate. |nmtervuewsf%'femploymentatthe
discretion of thé Affirmative Action Officer
. .k Work closely with all Supervisory Personnel
< ~— - _.. When.job descrlptlons are written.or altered to
insure compllance with the College Plan
. Serve as an ex-officio member of all.College
. committees dealing wuth r)ersonnel matters

4 Supervisory Personnel will: .
a. Set Affnrmatwe Action goals andtimetablesfor
each. department, section and/or unit in don-  * °
_junction with the Affirmative Action Officer
b. Contribute to the dev'elopinent maintenance
and expansion of a list of schools educatmg
- significant numbers of _mindrity group ~
———+—— ~members,-a-collection -of-réference materials- -~ -
and a list of agencies concerned with the
recruitment and employment of minority
. group members .
c. Beinyglvedin the development and review of
testing related to job ‘placement
d. Exempllfy the spitit and intent of the Plan in!
their dally activities toncerning employment,
training, promotions and terminations
e. Attend workshops and seéminars conducted by
or.for the Affirmative Action Officer
f. Provide the, Affirmative’ Action Officer with .
! reports on Affirmative Actnon efforts as re-
quested
~ g. Keep the Affirmative Actuon Officer informed
of complaints received regarding members of
.mingrity groups or women, and offer
suggestions for the attainment of equal oppor-
tunity throughout the College Lo
h. Work closely with the Affirmative Action Of- |

" ficer when job descriptions are written or
a &
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: , altered to lnsure compluance with the College
- Plan for-Affirmative Action ) .
. _". 5. Faculty will N “a Y
. a. Attend workshogs, seminars and classes con-
‘ -~ ~ducted-by or for the Affirmative Action Officer
- b. Exemplify the $pirit and the intert of the Plan
. ' in their recommendations for employment of .
. . staff fortheir.departments - e
c. Encourage and help to prepare studenits who a
are members-of minority groups and women
» for employment opportunities commensurate
with their abilities
d. Create a climate for equal opportunity in their
relatlonshupswnh students, staffand members .
of the' community at large: . »
| 8. Classified Statf wiil: o
"a. Attend workshops, seminars and classes con-
‘ ducted by or for the:Affirmative Action.Qfficer
+  br Exemplify the spirit and the intent of the Plan
In their tecommendatioris for employment of
staft for {heir departments .
0. ‘Creatg-aclimate for equal opportunity in their *
rélationships with students.staff and members
: of the community at  large - , -,
7wStudents will: '

a. Designate representatives of the' student
‘governments to attend workshops to become
familiar with the Affirmative Astich Plan

~ b. Be expected to bring to, the attention of the
L College incidents of employee conduct that
- demonstrate racist, sexist or’ other bias |
‘ detrimental to the attainment bf the goalsand . -
objectives of the Plan, to report the use of
materials which contain racist, sexist, or other
biases and to offer suggestions for the attain-
ment of equal employment opportunlty. .
throughout the College
" ¢. Provide racruiting personnel with names of
) eligible members of mlnontygroups, women,
and physically handucapped whern they have
mformation concerning such :ndlvuduals

.
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- ' 1, Position Descriptlon for the Amrmutlve Ac-
. - tion Officer . .
REPORTS TO: College President -
SUPERVISES: Clerk/typsit \
. BASIC FUNCTION: . N
_ TheAffurmatlveActlonOffncerimplementstheAf-
firmative Action Plan fhrough informing the
- Coﬁege commumty of the contents and purpose
.+ of the Plan, assisting the College administration, |
" in achieving the objectives of -the Plan, and —-"
v _monitoring the progress toward achuevement of |
"these-oBjectives. . A o

2

-

b

\¥ "o,
¥

MAJO_R RESPONSIBILITIES: © o

, 1. Keeps informed of all legal ramifications of

** * Executive Order 11246 as amendedrelated

) guidelines; and is fully conversant with the |
o 1 -Black. Hawk College Affirmative ActionPlan *+ .
. -2, Assnsts department heads apd other super- o
visors in the establishment of Affirmative Ac- L

tion goals and objectives onequal, opportuni- |

Wy .
3. Assists department heads and other St}per- .
. visors in the recruitment of membars of * -

v minerity groups, women, and physicallyhan- . ‘
. dicapped as staff members or as studenfs- |
! 4. Establishes and maintains liaison wikh |
national and local minotity and women's }
qroups which include afflrmatlve action -
among their concerns )
5. Initiates and organizes an efflclent and . -
regular system of monitoring all College per-
L sonhel actions in accordance wath the Affnr-
mative ‘Action Plan® . -
6, Establishés and maintains. liaison with affir-
mative action officers on other campusesand
with U.S. Department of Health, Education .
and Welfare personnel '
-7 Participates in the adjudication ofcomplaints -—
in agcordance with procedures specified™in
* the Affirmative Action Plan
8..In accordance with an Affirmative Action
- Purchasmg Policy, monitors all subcontrac-
tors, vendors, and suppliers to-insure that
adequate sieps are being taken to incor- --
porate affirmative action compliance within .
- Jtheir own firms . . Ly

!




9. Prepares an annual report forthe President of
the College and .such reports as the U. S.
Department of Health, Educationand Welfare
or other governmental agéncues may requnre

.~ cancerning-affirmative action .

« 10. Inifiates and coordiantes internal and exter-
-nal communication pt information about the
Affirmative Action Plan and equal employ-
ment opponrtunities,using print and non-print
media and formal and informal publication

1". Dlrects orientation and training fog super-
, visory personnel and staff members to create
' a healthy climate for equal opportunity

» 12-Promotds College participation in
% community-wide equal employment oppor-

. .
i L -

. tunity eftorts, such as ;obfairs, semlnars and '

b thelike .

. ¥ "PRINCIPAL WORKlNG RELATIONSHIPS

9. Works closely with the College President in

e planning for” efticient_and successful im-

plementation of the Affirmative ‘Action Plan

2. Works closely with department heads and

- . - other supervisors in preparing employment

* goals and timetables for their areas, in

meeting those goals ang timetables, and: in

. promoting a sensitivity_ to”the needs .of

. . _minority groups and women throughout the
L College staff. <

"t 3 Workscloselywuthtlﬁ paraprofessional peer

counselors in dlssemmatmg information

about the Affirmative Action Plan as |t relates

“to students and educational programs andin
keeping abreast of the needs of studentswho
...'~'are members of mingrity groups o women
. 4. Works ctosely with the ombudsmen for
members of minority groups and women in
keepingaware of the needsot thelr employee
cbnstituepts
_ 5. Works closely with the College Information
Otticer in developing an informational cam-
paign to acquaint both the academic and the

- metropolitan community with the provisions
~ of the Affirmative Action Plan
DESIRABLE EXPERIENCE AND \./

N EDUGATIONAL BACKGROUND:

1. Educational background or experience
which endows the individual with a strong
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* 3. Sensé of discretion and respect forconfiden-

N

. . r
~ .
©

(£

-" -, commitment to equal opportunity and
provides preparation for Affirmative Action
2. Well-developed sense of initiative ‘ .

tiality of records

4. Aggressive personallty combined wuth sense ’

of-diplomacy and tact

2. Establlshlng Goais and Timetables for Im—
pienientation of the Plan for improvementof
Equail Opportunity in Employment

-

The Affirmative Aotion Officer witt.organize an o

. informational campaignto acquaint department
heads, supervisors, and administrative personnel
v who participate in the’recruitment and hi ring

. process with the conterfls of Exectifive Order

- =—-11246 and Affirmative Action concepts. The ob- °
' ject ot. this campaign will be the creation of a

Rositive atmosphere in which the: Officer .can —

4 meet individually with-department€hairmen and
supervisors to establish employment 3pals and
timetables for their area. vt

In separate conferences the Officer and super-
visONwill compare the unit's performance in
providig for equal opportunity with the
availability of skilled potential -applicants,

v Employee turnover and unit staffing needswillbe
* analyzed, Hiring goals timetables for achieving‘
them, and recruiting methods will bé mutualiy -

agreed upon by the Affirhative Action Officerand .

College supervisory. personnel and made a part of~

this Affirmiative Actiqn Plan. © ’

There are constraints which make goal setting , .

a difficult task. The first.constrdintis that the rate

of enfoliment growth of Blagk Hawk College is

leveling off; as_indeed:it is throughout ‘higher.

~ aducation. This means, of course, thatsigmficant

. expansion of the College workforce is not ulgelyto ot
continue for any. employeef group.

The second’ constramt is that the College is

- — feagching a state of of tenu resaturdtion in the faculty
ranks This r makes is less likely’ that faculty tyr- *
nover will take place. with, the result that fewer:
position vacancies will be available to e filled.

The. cooperation of all meémbers of the
academic %mmumty will be' necessary if the
College objéctives are to be:met. Sticcess of Affir-
mative Action rests essentially.on the recogmtfon
that mtent must be matched by effort. T

*
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* -3, Enforcement Power of ‘the Aftiemative Ag-

i tionOfficer ~ . . -

In order to effectively enforce the Alfir-
mative Action Plan, the Affirmative Action Of-
_ficer is assigned the fallowing specmc en-

- . fofcement powers:
1. The Officer shall, with- the approval of ‘the

College President have access to all per--.

sonnel documents of the College.
2. The Officer shall have access to any per-
sonnel praceedings - undertaken by the
- College; the Otllcer shall serve as an--ex-
officio, non-voting member of all pertinent

.oy ~ . ~ comniittves.dealing with personnel matters

such as promotlon, tenure. and sabbatical
leave, etc. -

3. The Officer' may call. upon ‘department heads
and other supervisors to make periodic

", reports on Affirmative Action efforts at such

times and in such form as directed.

4. The Officer may require a delay in the filling .
of specific-position vacancies until members
of minority groups, women, or physically

handicapped have been interviewed; such

power is.to be used°with discretion and in
goriudltation with the College President-in

% v relation “to_‘depaitments or unit¢ where a
+  repetitive: pattern of noncompliance with es-

tablrshed NﬂrmatjxeActton goalsis: emdent'——‘

B OMBUDSMEN

L ltis recognized that the Affirmative Action’ Ofticer
cannot slmultanedusly t:e a member of all minority
groups. Often, however. in the (daily pursuit of the
duties of the Officer, and espedjally-in the adjudtca-
tion:of complaints, it is lmportant that an advocate
who 1s representative of the". allected minority group
be available to assist the Officer. . \ .

Accordlngly, the President shall appoint from the

- ranks of the College. employees an ombudsman for

women and for each mlnortty group and lrom among.

the physlcally~l1and1capped represented at the .

College, These persons shall not be burdened with:

", any ot the jobtespqnsibilities assigned to_the Affir-

-mative"Action Officer. Eheir function willbetoact ds

" listening posts andadvisors. They shall, however, be

-fully conversant with the Altirmative Action Planand
be: able to interpret it to thelr qonsttuents.l

-

13 L F
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E~ . C,EVALUATION OF EQUAL OPPORTUNITY
EFFORTS OF SUPERVISORY PERSONNEL
Department heads and supervisors havearespon- °
sibility to work with the Affirmative Action Officer in
establishing and achieving goals and timetables set
for their areas. They also have a responsibility to
.. keéep the Officer informed of complaints concerning
.. equal opportunity. Achievementor failure to achieve
Affirmative Action goals and tlmetables wilt be con-
sidered as an important element in the evaluation of
supervnsorx personnel. Failure in the area of Affir-
- mative Action will be regarded as pamal failure in °
- meetmg delegated job responslbilmes andmaybea
———.—basis.for-not. grantmggaises.ﬂpromotions, or other )
rewards of employment )

D ADVISORY COMMITTEE ON IMPROVE-
MENT OF EQUAL OPPORTUNITIES FOR

MEMBERS OF MINORITY GROUPS, WOMEN,
AND PHYSICALLY HANDICAPPED

The members of the-two Task Forces expressed
the need to extend. It has been détefmined to es- v
tablish an Advisory Committee on Improvement of-
 Equal Opportunities for Members .of Minority |,
L Groups, Women,._and._physically_handicapped to
assist the College in implementing, monitoringand . *#
improving its Affirmative Action Plan. Initial Task
Force members will be-asked to serve an-additional
term as members of the Advisory Committee. Subse-
quently, as initial committee mémbers yield their
- ‘positions, ‘others will be appointed * - o .
' An‘ad hoc committee of six members from the Ad~
visory Commmee shall be appointed by:the yChair- . "
man to partrcipate inthe selection of the Aﬂlrmative
* Action Ofticer. In like manner, the adhoc committe2
© .+ willbe asked toassist in-an annual revuewoftheper—
« formance of the Affirmative Action Oﬂlcer. The
recommendations of the ad hoc committee shiall be
_ considered in both the initial appointmentandin the
N ‘renewal appointment of the Ofticer by the Board of
o Trusféeé"""’ -

E PROCEDURES GOVERNING
) 'COMPLAINTS OF EMPLOYEES ’
—-~— - :Because of the subtlety of the" practices which
. tend to limit the job advancement of women and
members.of the mingrity groups, and because dis-

° criminat{ on is'not a_Jways consciousor overt.. the Af-

“w., -

s
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capacity in any job-related complaint which |nvolves
a woman, a physically handicapped person, of a

of the Affirmative Action Officer will operate even in
cases where discrimination doées not appear to be
the'basis of the employee complaint.

8 procedures already exist for review of decisions

i relating to persons denied tenure, promotion, or
. sabbatical, leave. Such procedures are outlined in
the faculty handbook. These procedures will con-
tinue to opérate, and the Affirmative Action Officef

‘are women, 8 physically handicapped person, or
. lively fulfill this obligation because of the specific

” membershrp an’the committees which grant tenure,
) ‘promotron and‘sabbatical leave.

. Inall other instances, for faculty members and

cIaSsnfred employees alike, there isno written policy.

The unwritten custom has been that the employee

brings his complaint first to the attention of his

supervisor or department head. If the issue is not .

‘the next supervisory level.
v It is expécted thatthe. Sollege will take apgoprlate

‘ ~ member of a minority group. Thrsadvnsory function

", will monitor any cases which involvé employeeswho

members of minority groups. The Officer can effec-

firmative_ Action Officer may act in an advisory -~ '

1

- in the case of faculty members, specmc\

1

powers of his: office which include ex-officio--

f_-—rese&vecrat—tm&’levekxh&employea may-appeauo%a__
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steps to formalize the informal system now being
‘used. The College may wish to provide for such ad-
ditions as peer juries, written complaints beyond
level one and a time limit for ad;udlcatlon.

o Until such-time as a general structure is for-
-~ mulated by the College, however. it shall be the
= responsnbrllty of supervisors and department heads

to notify the Affirmative Action Officer whenever.the
_adjudication of a complaint is underway involving an
employee who is awoman ora member of a minority
group. While responsibility is Jlaced of the depar-
ment head or supervisor, employees tliemselves are
" advised to notify the Affirmative Action Officerorap-
propriate ombudsman so that monitoring of the act-
‘pon and advising of the parties can begin. in all
cases, it is dasirable that the Officer be a participant

notified after'proceedings are concluded.
tdothing in institutional appeal procedures
: - Yoiwm

L R .
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.. while proceedings are active, rather than thathebe ™




prevents an employee from taking legal recourse
where he feels a state or Federal law has been
_violated. The Affirmative Action Officer shali not
partlcnpate in Federal or state agency proceedings
- or lawsults except as authorlzed by the College

@- Lo \

'PuhansmG- POLICY.

Federally mandated Affirmative Action programs
.are designed to have aripple effectthrough whicha

. primary contractor of the Federal government

(Black Hawk Collede) wilt encourage equal oppor-
tunity effort in those firms and institutions with

which it does business. Black Hawk College will -

-

function as a catalyst in-the local community by
patronizing those firms who demonstrate a commit-
. ment to equal employment opportunity in theirown
’v‘-vvl’v—enterprlses--«——m —r e s

’ The following provrsrons shall be mcorporated in
* every purchase order, ¢ontract or subcontract ex-
.. ecuted by §Iack Hawk College unless exempted by

as specified in section 204 of the Execu.tlve Order
11246 as amended:
During’the’performance of any purchase ‘order,
== contractorsubcontractentered-into-by-Blatk-Hawk
) - College, the seller/contractor agrees.as foilows:

- .« provisions of the United States Secretary of Labor, .

.('

\-—— ——1.-The..confractor__will not di _criminate
- against any employee applicant for employ=

ment because of race, color, religion, sex, or
R national origin. The coatractor will take Affir-
‘ matrve Action to ensure that applicants are
employed and that employees are treated
dyring employment without regard to their
racg, color, religion, sex, or national origin.
Suclnactnon shall include,.but not be limited

R ment advertising; layoft or termination; rates

. selection for training, including appren-
ticeship. The contractor agree$ to post in
conspicuous places, available to amployees

- and applicants foremployment, notices to be

{forth the provision of this nondlscrrmmatron
clause.

? *

fo Ahe. ’lollowmg'~ employtnerit, upgrading,-f ..
demotron or transfer; recrurtmentor recryit- " .,

. og pay or. other fprms of compensation; and’

- provided by the contracting officer setting )
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k;-r . .2. The contractor will, in all solicitations or

3 . advemsements for employees placed byor . .

" on behalf of the contractor, state that all
qualmed applicants will receive considera-
tion for employment without regard to race,
color; religion, sex, or national origin.

_ 3. The contractor will send to each labor union

or representative of workers with which he
- has a collective bargaining.agreement or

. . . other contract or understandmg a notice, to

S _ be provided by the ager'cy contracting of-
. ficer, advising the labor union or worker's
representative of the contractor's com-

* mitments under section 202 of the Executive
Order 11246 of September 24, 1965, and shall
post copies of the notice in conspicuous
places.available to employees and applicants
for employment.

4. The contractonwnllcomply with all provisions
of Executive Order 11246 of September 24,
1965, and of the rules, regulations, and rele-
vant-orders of the Secretary of Labor.

5. The contractor will furnish all information
and reports required by Executive ‘Order

. 11246 of September 24, 1965, and by “the

" rules, regulations, and orders of the

‘———“ecrerarymtabor—orpursuanﬁheretomd-——.—

will permit access to his books, records and .

- . accounts by the contracting agency and the

Secretary of Laborfor purposes of investiga-
- tion to ascertain compliance wrth such rules,
regulations; and orders. s
6. I the event of the contractor's non- - A
compliance with the n»ondlscr:mmatlon
clauses of this contract or with any of such
“rules, regulations, or orders, this contract

. e may be cancelléd, terminated, or suspended

in whole or in partand the contractor may be .

= declared inejigible for further Government . .

S contracts *in accordance with procedures
) authorized in Executive Order 11246 of

September 24, 1965, and such other sanc-

-tions. may be imposed and remedies invoked

as provided in Executive Order 11246 of o

September24 1965, or by rule, regulation,or - -
order of the Secretary ot Labor, or as - ~
otherwise provided by law. \ '




7. The contractor will include the prowsuons of
Paragraphs (1) through (7) in every subcon-
tract or purchase order unless exempted by
rules, regulations, or orders of the Secretary.
of Laborissued pursuantto section 204 of Ex-
ecutive Order 11246 of Sebtember 24, 1965,
so that such provisions will be binding upon
each-subcontractor or vendor. The contrac- |
tor-will take-such action with respect to any
subcontract or purchase order as the con-
tracting agency may direct as ameans ofen~
forcing such provisions including sanctions
for noncompliance: Provided, however, that
in the event the contractor becomes involved
in, oris threatened with, litigation with a sub-
c’ontractor or vendor asaresult of such direc-
tion by the contracting agency, the ontrac-
tor may request the United States to enter
into such litigation to protect the interests of
the United States.

L}

| " PART TWO |
STAFF ORIENTATION AND

TRAINING

~Affbrdmg -equal opportunity in employment is but— -~

one step in truly atfording equal. opporttunities to:
members of minority groups, women and the .
physically handlcapped . v

Historically. . such individuals have been dis- |
criminated against, not necessatily because of pre-
judice, but often due to lack ohknowledge oriig-. .
. norance, in short, because of insensitivity to other _ .
persons' feelings. ot

It is the intent of the Statt Orientation and Tralning
plari, which is now being developed, to provide
members of the faculty and supportive sservices
staffs. with periodic workshops and orientation
sessions to make them more aware of the steps -
which must be taken, the attitudes of mind which
must be corrected, and the special néeds of minority «
* groups, women and 'the physically handicapped,
which Black Hawk College intends to meet tofthe
best-of its ability.

It is felt by adding this section fo the Aﬂurmatlve
Action Plan that equal opportunitys will become:a
reallty rather than an 1deolqu “

\‘1




~ ' PART THREE .
" EDUCATION AND senwcss
g ~""TO STUDENTS -

The plan wnl permi the college to examine and
-.. - evaluate course offerings, texthook content, and
. method of delivery to assure that unconscious pre-
" judices are notpresent Services to students must be
continually examlned to assure that services are be-
ing provided to meet the needs of the student. Ser-
- vices, in the plan, will be defined as all out-of-class
interactions that take place between the studentand = .-
the College - T
To Brmg“the Affirmative Action P¥n full circle, we —
must reach beyond the walls of the College. Justap- :
proaching the problem of equal opportunities within
the limited confines ot this institution will neverhelp
in affording equal opportunities to members of
: _minority groups, women, or the physncally han-
* 7 dicapped. - )
An aggresswe plan must be put |nto action to
. make all the residents of the college district, and
beyond, aware and sensitiveto the needs of minority
groups, women and the physically handicapped.
The plan will also contain steps formonitoring the
ways in which various media stlll overlook, or are in-
sensitive to, the needsand feelmgs ofthese persons,
and to take correchve actlon K
' The plan*will also outline curriculums and/or
* courges which can be brought before residents of
the college district.and others to help inovercoming
prejudices, . ) . . s
) -
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